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ﺩﺭ ﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻨﺘﺨﺐ
ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﺻﻔﻬﺎﻥ
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ﭼﻜﻴﺪﻩ
ﻣﻘﺪﻣﻪ: ﻋﺪﺍﻟﺖ ﻭ ﺍﺟﺮﺍﻱ ﺁﻥ ﻳﻜﻲ ﺍﺯ ﻧﻴﺎﺯﻫﺎﻱ ﺍﺳﺎﺳﻲ ﻭ ﻓﻄﺮﻱ ﺍﻧﺴﺎﻥ ﺍﺳﺖ ﻛﻪ ﻫﻤﻮﺍﺭﻩ ﺩﺭ ﻃﻮﻝ ﺗﺎﺭﻳﺦ ﻭﺟﻮﺩ ﺁﻥ ﺑﺴﺘﺮﻱ ﻣﻨﺎﺳﺐ ﺟﻬﺖ 
ﺗﻮﺳﻌﻪ ﺟﻮﺍﻣﻊ ﺍﻧﺴﺎﻧﻲ ﻓﺮﺍﻫﻢ ﻛﺮﺩﻩ ﺍﺳﺖ. ﻧﻈﺮﻳﺎﺕ ﻣﺮﺑﻮﻁ ﺑﻪ ﻋﺪﺍﻟﺖ ﺑﻪ ﻣﻮﺍﺯﺍﺕ ﮔﺴﺘﺮﺵ ﻭ ﭘﻴﺸﺮﻓﺖ ﺟﺎﻣﻌﻪ ﺑﺸﺮﻱ ﺗﻜﺎﻣﻞ ﻳﺎﻓﺘﻪ ﻭ ﺩﺍﻣﻨﻪ 
ﺁﻥ ﺍﺯ ﻧﻈﺮﻳﺎﺕ ﺍﺩﻳﺎﻥ ﻭ ﻓﻼﺳﻔﻪ ﺑﻪ ﺗﺤﻘﻴﻘﺎﺕ ﺗﺠﺮﺑﻲ ﻛﺸﻴﺪﻩ ﺷﺪﻩ ﺍﺳﺖ. ﭘﮋﻭﻫﺶ ﻫﺎﻱ ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﻨﺪ ﻛﻪ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﭘﻴﺶ 
ﺑﻴﻨﻲ ﻛﻨﻨﺪﻩ ﺑﺮﺍﻱ ﺑﺴﻴﺎﺭﻱ ﺍﺯ ﻣﺘﻐﻴﺮﻫﺎﻱ ﺩﻳﮕﺮ ﺳﺎﺯﻣﺎﻧﻲ ﺍﺳﺖ ﻛﻪ ﻳﻜﻲ ﺍﺯ ﻣﻬﻤﺘﺮﻳﻦ ﭘﻴﺎﻣﺪﻫﺎﻱ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻛﻪ ﺍﺧﻴﺮﺍ ًﻣﻮﺭﺩ ﺗﻮﺟﻪ ﻗﺮﺍﺭ 
ﮔﺮﻓﺘﻪ ﺍﺳﺖ، ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ، ﺣﻴﻄﻪ ﻫﺎﻱ ﻣﺨﺘﻠﻒ ﺁﻥ ﻭ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺳﺖ . ﭘﮋﻭﻫﺶ ﺣﺎﺿﺮ ﺑﺎ ﻫﺪﻑ ﺑﺮﺭﺳﻲ ﺭﺍﺑﻄﻪ ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻭﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻨﺘﺨﺐ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﺻﻔﻬﺎﻥ ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﺍﺳﺖ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ: ﺍﻳﻦ ﺑﺮﺭﺳﻲ ﺑﻪ ﺭﻭﺵ ﺗﻮﺻﻴﻔﻲ ﻫﻤﺒﺴﺘﮕﻲ ﺻﻮﺭﺕ ﮔﺮﻓﺘﻪ ﻛﻪ ﻧﻤﻮﻧﻪ ﻣﻮﺭﺩ ﭘﮋﻭﻫﺶ ﺁﻥ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻨﺘﺨﺐ 
ﺷﻬﺮ ﺍﺻﻔﻬﺎﻥ ﻣﻲ ﺑﺎﺷﻨﺪ .ﺍﺑﺰﺍﺭ ﺟﻤﻊ ﺁﻭﺭﻱ ﺩﺍﺩﻩ ﻫﺎ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺑﻮﺩﻩ ﺍﺳﺖ ﻛﻪ ﺑﺮﺍﻱ ﺗﺤﻠﻴﻞ ﺩﺍﺩﻩ ﻫﺎ ﺍﺯ ﺁﻣﺎﺭ ﺗﻮﺻﻴﻔﻲ ﻭ ﺗﺤﻠﻴﻠﻲ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ 
ﺍﺯ ﻧﺮﻡ ﺍﻓﺰﺍﺭ SSPS ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪﻩ ﺍﺳﺖ.
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ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ )1±50/3( ﻭ ﻣﻴﺎﻧﮕﻴﻦ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ )7/0±3/3( ﻣﻲ ﺑﺎﺷﺪ. ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺭﺍﺑﻄﻪ ﻣﻌﻨﻲ ﺩﺍﺭ 
ﻭﺟﻮﺩ ﺩﺍﺭﺩ )64/0=r ، 00/0=p( ﻭ ﻫﻤﭽﻨﻴﻦ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﺭﺍﺑﻄﻪ ﻭﺟﻮﺩ ﺩﺍﺭﺩ )66/0=r ، 920/0=p(.
ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ: ﻧﺘﺎﻳﺞ ﺑﻪ ﺩﺳﺖ ﺁﻣﺪﻩ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ ﻣﻴﺰﺍﻥ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺍﺧﺘﻼﻑ ﻛﻤﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ ﺑﻴﺸﺘﺮ ﺑﻮﺩﻩ. 
ﺍﺯ ﻃﺮﻓﻲ ﻣﻴﺰﺍﻥ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺧﺼﻮﺻﻲ ﺍﺯ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺩﻭﻟﺘﻲ ﺑﻴﺸﺘﺮ ﺑﻮﺩﻩ ﺍﺳﺖ . ﻭﻟﻴﻜﻦ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺩﻭﻟﺘﻲ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻴﺸﺘﺮﻱ ﻧﺴﺒﺖ ﺑﻪ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺧﺼﻮﺻﻲ ﻣﺸﺎﻫﺪﻩ ﮔﺮﺩﻳﺪ.
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ﻣﻘﺪﻣﻪ
ﻧﻈﺮﻳﻪ ﭘﺮﺩﺍﺯﺍﻥ ﻋﻠﻮﻡ ﺷﻨﺎﺧﺘﻲ ﺭﻓﺘﺎﺭ ﺭﺍ ﺗﺎﺑﻌﻲ ﺍﺯ ﺑﺎﻭﺭﻫﺎ، 
ﺍﻧﺘﻈﺎﺭﺍﺕ ﻭ ﺍﺭﺯﺵ ﻫﺎ ﻭ ﺳﺎﻳﺮ ﺍﺩﺭﺍﻛﺎﺕ ﺫﻫﻨﻲ ﺍﻧﺴﺎﻥ ﻣﻲ ﺩﺍﻧﻨﺪ 
ﺑﻪ ﺑﻴﺎﻥ ﺩﻳﮕﺮ ﺭﻓﺘﺎﺭ ﻧﺎﺷﻲ ﺍﺯ ﺍﻧﺘﺨﺎﺏ ﺁﮔﺎﻫﺎﻧﻪ ﻭ ﻣﻨﻄﻘﻲ ﺍﻧﺴﺎﻥ 
ﺍﺳﺖ . ﻧﻈﺮﻳﻪ ﺑﺮﺍﺑﺮﻱ ﻳﻜﻲ ﺍﺯ ﻧﻈﺮﻳﻪ ﻫﺎﻱ ﺷﻨﺎﺧﺘﻲ ﺍﻧﮕﻴﺰﺵ 
ﻛﺎﺭﻱ ﺑﻪ ﺷﻤﺎﺭ ﻣﻲ ﺁﻳﺪ ﻭ ﺑﺮ ﺍﻳﻦ ﭘﻴﺶ ﻓﺮﺽ ﺍﺳﺘﻮﺍﺭ ﺍﺳﺖ ﻛﻪ 
ﺷﻨﺎﺧﺖ ﻫﺎﻱ ﻛﺎﺭﻛﻨﺎﻥ ﺭﻣﺰ ﺩﺭﻙ ﺍﻧﮕﻴﺰﺵ ﺁﻧﺎﻥ ﺍﺳﺖ.]1[
ﺩﺭ  ﻧﻈﺮﻳﻪ  ﺑﺮﺍﺑﺮﻱ  ﻓﺮﺩ  ﺍﺭﺯﻳﺎﺑﻲ  ﺧﻮﺩ  ﺭﺍ  ﺍﺯ  ﺁﻧﻜﻪ  ﺁﻳﺎ 
ﭘﺎﺩﺍﺵ ﺳﺎﺯﻣﺎﻥ ﺑﺮﺍﻱ ﺟﺒﺮﺍﻥ ﺁﻭﺭﺩﻩ ﻫﺎﻳﺶ ﻛﺎﻓﻲ ﺍﺳﺖ ﻳﺎ 
ﺧﻴﺮ ﺑﺎ ﻣﻘﺎﻳﺴﻪ ﻛﺎﺭﻓﺮﻣﺎﻱ ﺧﻮﺩ ﺑﺎ ﺳﺎﻳﺮ ﻛﺎﺭﻓﺮﻣﺎﻫﺎ ﺻﻮﺭﺕ 
ﻣﻲ ﺩﻫﺪ.
ﺑﺮﺧﻲ ﺍﺯ ﺻﺎﺣﺐ ﻧﻈﺮﺍﻥ ﻧﻈﺮﻳﻪ ﺑﺮﺍﺑﺮﻱ ﺭﺍ ﻧﻈﺮﻳﻪ ﮔﺴﺘﺮﺵ 
ﻋﺪﺍﻟﺖ ﻧﺎﻡ ﻧﻬﺎﺩﻩ ﺍﻧﺪ، ﺯﻳﺮﺍ ﺑﺮ ﺗﻮﺯﻳﻊ ﻋﺎﺩﻻﻧﻪ ﺩﺭ ﺁﻣﺪﻫﺎ ﺩﺭ 
ﻣﻴﺎﻥ ﺍﻧﺴﺎﻥ ﻫﺎ ﺑﺮﺍﻱ ﺩﺳﺘﻴﺎﺑﻲ ﺑﻪ ﺳﻄﺢ ﺑﺎﻻﻳﻲ ﺍﺯ ﺍﻧﮕﻴﺰﺵ 
ﺗﻤﺮﻛﺰ ﺩﺍﺭﺩ.]1[
ﺗﺤﻘﻴﻘﺎﺕ ﻧﺸﺎﻥ ﺩﺍﺩﻩ ﺍﺳﺖ ﻛﻪ ﻓﺮﺍﻳﻨﺪﻫﺎﻱ ﻋﺪﺍﻟﺖ ﻧﻘﺶ 
ﻣﻬﻤﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺍﻳﻔﺎ ﻣﻲ ﻛﻨﻨﺪ ﻭ ﭼﻄﻮﺭ ﺑﺮﺧﻮﺭﺩ ﺑﺎ ﺍﻓﺮﺍﺩ 
ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﻣﻤﻜﻦ ﺍﺳﺖ ﺑﺎﻭﺭﻫﺎ، ﺍﺣﺴﺎﺳﺎﺕ، ﻧﮕﺮﺵ ﻫﺎ ﻭ 
ﺭﻓﺘﺎﺭ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺗﺤﺖ ﺗﺄﺛﻴﺮ ﻗﺮﺍﺭ ﺩﻫﺪ.]2[
ﻛﺎﺭﻛﻨﺎﻥ ﺣﺪﺍﻗﻞ ﺑﺎ ﺩﻭ ﻣﻨﺒﻊ ﺩﺭ ﻣﻮﺭﺩ ﺍﺟﺮﺍﻱ ﻋﺪﺍﻟﺖ ﺩﺭ 
ﺳﺎﺯﻣﺎﻥ ﻳﺎ ﻧﻘﺾ ﺁﻥ ﻣﻮﺍﺟﻪ ﻫﺴﺘﻨﺪ. ﻭﺍﺿﺢ ﺗﺮﻳﻦ ﺍﻳﻦ ﻣﻨﺎﺑﻊ 
ﺳﺮﭘﺮﺳﺖ ﻳﺎ ﻣﺪﻳﺮ ﻣﺴﺘﻘﻴﻢ ﻓﺮﺩ ﺍﺳﺖ. ﺍﻳﻦ ﺳﺮﭘﺮﺳﺖ ﻧﺴﺒﺖ 
ﺑﻪ ﺯﻳﺮﺩﺳﺖ ﺍﺧﺘﻴﺎﺭ ﺗﺎﻡ ﺩﺍﺭﺩ . ﺍﻭ ﻣﻲ ﺗﻮﺍﻧﺪ ﺑﺮ ﭘﻴﺎﻣﺪﻫﺎﻱ ﻣﻬﻤﻲ 
ﺍﺯ ﻗﺒﻴﻞ ﺍﻓﺰﺍﻳﺶ ﭘﺮﺩﺍﺧﺖ ﻫﺎ ﻳﺎ ﻓﺮﺻﺖ ﻫﺎﻱ ﺗﺮﻓﻴﻊ ﺯﻳﺮﺩﺳﺖ 
ﺍﺛﺮ ﺑﮕﺬﺍﺭﺩ. ﻣﻨﺒﻊ ﺩﻭﻣﻲ ﻛﻪ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻤﻜﻦ ﺍﺳﺖ ﺍﻳﻦ ﻋﺪﺍﻟﺖ 
ﻳﺎ ﺑﻲ ﻋﺪﺍﻟﺘﻲ ﺭﺍ ﺑﻪ ﺁﻥ ﻣﻨﺴﻮﺏ ﻛﻨﻨﺪ، ﺧﻮﺩ ﺳﺎﺯﻣﺎﻥ ﺍﺳﺖ. 
ﺍﮔﺮ ﭼﻪ ﺍﻳﻦ ﻣﻨﺒﻊ ﻧﺎﻣﺤﺴﻮﺱ ﺗﺮ ﺍﺳﺖ، ﻭﻟﻲ ﺗﻮﺟﻪ ﺑﻪ ﺁﻥ ﻧﻴﺰ 
ﻣﻬﻢ ﺍﺳﺖ.]3[
ﺗﺤﻘﻴﻘﺎﺕ  ﻧﺸﺎﻥ  ﺩﺍﺩﻩ ﺍﻧﺪ  ﻛﻪ  ﻓﺮﺍﻳﻨﺪﻫﺎﻱ ﻋﺪﺍﻟﺖ  ﻧﻘﺶ 
ﻣﻬﻤﻲ ﺭﺍ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺍﻳﻔﺎ ﻣﻲ ﻛﻨﻨﺪ ﻭ ﭼﻄﻮﺭ ﺑﺮﺧﻮﺭﺩ ﺑﺎ ﺍﻓﺮﺍﺩ 
ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﻣﻤﻜﻦ ﺍﺳﺖ ﺑﺎﻭﺭﻫﺎ، ﺍﺣﺴﺎﺳﺎﺕ، ﻧﮕﺮﺵ ﻫﺎ 
ﻭ ﺭﻓﺘﺎﺭ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍ ﺗﺤﺖ ﺗﺄﺛﻴﺮ ﻗﺮﺍﺭ ﺩﻫﺪ. ﺭﻓﺘﺎﺭ ﻋﺎﺩﻻﻧﻪ 
ﺍﺯ ﺳﻮﻱ ﺳﺎﺯﻣﺎﻥ ﺑﺎ ﻛﺎﺭﻛﻨﺎﻥ ﻋﻤﻮﻣًﺎ ﻣﻨﺠﺮ ﺑﻪ ﺗﻌﻬﺪ ﺑﺎﻻﺗﺮ 
ﺁﻧﻬﺎ  ﻧﺴﺒﺖ  ﺑﻪ  ﺳﺎﺯﻣﺎﻥ  ﻭ  ﺭﻓﺘﺎﺭ  ﺷﻬﺮﻭﻧﺪﻱ  ﻓﺮﺍﻧﻘﺶ  ﺁﻧﻬﺎ 
ﻣﻲ ﺷﻮﺩ.  ﺍﺯ ﺳﻮﻱ ﺩﻳﮕﺮ  ﺍﻓﺮﺍﺩﻱ ﻛﻪ ﺍﺣﺴﺎﺱ ﺑﻲ ﻋﺪﺍﻟﺘﻲ 
ﻛﻨﻨﺪ، ﺑﻪ ﺍﺣﺘﻤﺎﻝ ﺑﻴﺸﺘﺮﻱ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﺭﻫﺎ ﻣﻲ ﻛﻨﻨﺪ ﻳﺎ ﺳﻄﻮﺡ 
ﭘﺎﻳﻴﻨﻲ ﺍﺯ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺭﺍ ﺍﺯ ﺧﻮﺩ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﻨﺪ ﻭ ﺣﺘﻲ 
ﻣﻤﻜﻦ ﺍﺳﺖ ﺷﺮﻭﻉ ﺑﻪ ﺭﻓﺘﺎﺭﻫﺎﻱ ﻧﺎﻫﻨﺠﺎﺭ ﻣﺜﻞ ﺍﻧﺘﻘﺎﻣﺠﻮﻳﻲ 
ﻛﻨﻨﺪ. ﺑﻨﺎﺑﺮﺍﻳﻦ ﺩﺭﻙ ﺍﻳﻨﻜﻪ ﭼﮕﻮﻧﻪ ﺍﻓﺮﺍﺩ ﺩﺭ ﻣﻮﺭﺩ ﻋﺪﺍﻟﺖ 
ﺩﺭ ﺳﺎﺯﻣﺎﻧﺸﺎﻥ ﻗﻀﺎﻭﺕ ﻣﻲ ﻛﻨﻨﺪ ﻭ ﭼﻄﻮﺭ ﺁﻧﻬﺎ ﺑﻪ ﻋﺪﺍﻟﺖ 
ﻳﺎ ﺑﻲ ﻋﺪﺍﻟﺘﻲ ﺩﺭﻙ ﺷﺪﻩ ﭘﺎﺳﺦ ﻣﻲ ﺩﻫﻨﺪ، ﺍﺯ ﻣﺒﺎﺣﺚ ﺍﺳﺎﺳﻲ 
ﺧﺼﻮﺻﺎ ﺑﺮﺍﻱ ﺩﺭﻙ ﺭﻓﺘﺎﺭ ﺳﺎﺯﻣﺎﻧﻲ ﺍﺳﺖ.]4[ ﻣﺴﻴﺮ ﺩﻳﮕﺮﻱ 
ﻛﻪ ﺩﺭﺣﻮﺯﻩ ﻣﻄﺎﻟﻌﺎﺕ ﻭ ﺗﺤﻘﻴﻘﺎﺕ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﺁﻥ 
ﭘﺮﺩﺍﺧﺘﻪ ﺷﺪﻩ، ﺍﻧﻮﺍﻉ ﻋﺪﺍﻟﺖ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ، ﭘﻴﺶ ﺷﺮﻁ ﻫﺎ 
ﻭ ﭘﻴﺎﻣﺪ ﻫﺎﻱ ﺁﻥ ﻫﺎﺳﺖ. ﺍﻭﻟﻴﻦ ﺗﺤﻘﻴﻘﺎﺕ ﭘﻴﺮﺍﻣﻮﻥ ﻋﺪﺍﻟﺖ 
ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﺍﻭﺍﻳﻞ ﺩﻫﻪ0691 ﺑﺮﻣﻲ ﮔﺮﺩﺩ. ﭘﺲ ﺍﺯ ﺳﺎﻝ 
0991 ﻓﺼﻞ ﺟﺪﻳﺪﻱ ﺍﺯ ﻣﻄﺎﻟﻌﺎﺕ ﺗﺠﺮﺑﻲ ﭘﻴﺮﺍﻣﻮﻥ ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ ﺁﻏﺎﺯ ﻣﻲ ﺷﻮﺩ ﻛﻪ ﻣﺎ ﺣﺼﻞ ﺁﻥ ﺷﻨﺎﺧﺖ ﺳﻪ ﻧﻮﻉ 
ﻋﺪﺍﻟﺖ ﻳﻌﻨﻲ ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ، ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ ﻭ ﻋﺪﺍﻟﺖ 
ﺗﻌﺎﻣﻠﻲ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎﺳﺖ.
1- ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ )ecitsuJ evitubirtsiD(
ﺑﻪ ﻋﺎﺩﻻﻧﻪ  ﺑﻮﺩﻥ  ﭘﻴﺎﻣﺪﻫﺎ ﻭ  ﻧﺘﺎﻳﺠﻲ ﻛﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭﻳﺎﻓﺖ 
ﻣﻲ ﻛﻨﻨﺪ  ﺍﺷﺎﺭﻩ  ﻣﻲ ﻛﻨﺪ  ﺍﻳﻦ  ﻧﻮﻉ  ﻋﺪﺍﻟﺖ  ﺳﺎﺯﻣﺎﻧﻲ  ﺭﻳﺸﻪ 
ﺩﺭ ﻧﻈﺮﻳﻪ ﺑﺮﺍﺑﺮﻱ ﺁﺩﺍﻣﺰ )5691( ﺩﺍﺭﺩ. ﺍﻳﻦ ﻧﻈﺮﻳﻪ ﺑﻪ ﻧﺤﻮﻩ 
ﭘﺎﺳﺦ ﺩﻫﻲ ﺍﻓﺮﺍﺩ ﻧﺴﺒﺖ ﺑﻪ ﻣﺪﺍﺧﻠﻪ ﻫﺎ ﻭ ﺭﻓﺘﺎﺭﻫﺎﻱ ﻧﺎﻋﺎﺩﻻﻧﻪ 
ﻣﺪﻳﺮﺍﻥ ﻭ ﺳﺮﭘﺮﺳﺘﺎﻥ ﺩﺭ ﺗﻮﺯﻳﻊ ﺍﻣﻜﺎﻧﺎﺕ ﻭ ﭘﺎﺩﺍﺵ ﻫﺎ ﺩﺭ 
ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺗﻮﺟﻪ ﺩﺍﺭﺩ. ]4[
2- ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ )ecitsuJ larudecorP(
ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ ﻳﻌﻨﻲ ﻋﺪﺍﻟﺖ ﺩﺭﻙ ﺷﺪﻩ ﺍﺯ ﻓﺮﺍﻳﻨﺪﻱ ﻛﻪ ﺑﺮﺍﻱ 
ﺗﻌﻴﻴﻦ ﺗﻮﺯﻳﻊ ﭘﺎﺩﺍﺵ ﻫﺎ ﺍﺳﺘﻔﺎﺩﻩ ﻣﻲ ﺷﻮﺩ ﺩﺭ ﺍﻳﻨﺠﺎ ﻣﻲ ﺗﻮﺍﻥ 
ﺍﻳﻦ ﺳﺆﺍﻝ ﺭﺍ ﻣﻄﺮﺡ ﻛﺮﺩ ﻛﻪ ﺁﻳﺎ ﻣﻤﻜﻦ ﺍﺳﺖ ﻛﺎﺭﻣﻨﺪﻱ ﻛﻪ 
ﻧﺴﺒﺖ ﺑﻪ ﺩﻳﮕﺮﺍﻥ ﭘﺎﺩﺍﺵ ﻛﻤﺘﺮﻱ ﺭﺍ ﺩﺭﻳﺎﻓﺖ ﻣﻲ ﻛﻨﺪ، ﺍﺻﻼ 
ﺍﺣﺴﺎﺱ ﻧﺎﺑﺮﺍﺑﺮﻱ ﻳﺎ ﺑﻲ ﻋﺪﺍﻟﺘﻲ ﻧﻜﻨﺪ؟ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻋﺪﺍﻟﺖ 
ﺭﻭﻳﻪ ﺍﻱ  ﭘﺎﺳﺦ ﻣﺜﺒﺖ ﺍﺳﺖ.  ﺍﻳﻦ ﻣﻮﺿﻮﻉ ﺭﺍ  ﺑﺎ ﻳﻚ  ﻣﺜﺎﻝ 
ﺭﻭﺷﻦ  ﻣﻲ ﻛﻨﻴﻢ.  ﻓﺮﺽ  ﻛﻨﻴﺪ  ﺩﻭ  ﻛﺎﺭﻣﻨﺪ  ﺑﺎ ﺻﻼﺣﻴﺖ  ﻭ 
ﺷﺎﻳﺴﺘﮕﻲ ﻳﻜﺴﺎﻥ ﺑﺮﺍﻱ ﺍﻧﺠﺎﻡ ﻳﻚ ﻛﺎﺭ ﻭ ﻣﺴﺌﻮﻟﻴﺖ ﺷﻐﻠﻲ 
ﻭﺟﻮﺩ ﺩﺍﺭﻧﺪ، ﺍﻣﺎ ﺑﻪ ﻳﻜﻲ ﺍﺯ ﺁﻧﻬﺎ ﻣﻘﺪﺍﺭﻱ ﺑﻴﺸﺘﺮ ﺍﺯ ﺩﻳﮕﺮﻱ 
ﭘﺮﺩﺍﺧﺖ ﻣﻲ ﺷﻮﺩ. ﺳﻴﺎﺳﺖ ﻫﺎ ﻭ ﺧﻂ ﻣﺸﻲ ﻫﺎﻱ ﭘﺮﺩﺍﺧﺖ 
ﺭﺍﺑﻄﻪ ﻱ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻭﺗﻌﻬﺪ …
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ﺳﺎﺯﻣﺎﻥ ﻋﻮﺍﻣﻞ ﻗﺎﻧﻮﻧﻲ ﺑﺴﻴﺎﺭ ﺯﻳﺎﺩﻱ ﺭﺍ ﻫﻤﭽﻮﻥ ﻃﻮﻝ ﺯﻣﺎﻥ 
ﻛﺎﺭ، ﺷﻴﻔﺖ ﻛﺎﺭﻱ ﻭ ﻏﻴﺮﻩ ﺭﺍ ﺩﺭ ﺑﺮ ﺩﺍﺭﺩ. ﺍﻳﻦ ﺩﻭ ﻛﺎﺭﻣﻨﺪ 
ﺍﺯ ﺳﻴﺎﺳﺖ ﭘﺮﺩﺍﺧﺖ ﺷﺮﻛﺖ ﻛﺎﻣًﻼ ﺁﮔﺎﻩ ﺍﻧﺪ ﻭ ﻓﺮﺻﺖ ﻫﺎﻱ 
ﻳﻜﺴﺎﻧﻲ ﺩﺍﺭﻧﺪ. ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﺍﻳﻦ ﻋﻮﺍﻣﻞ ﻣﻤﻜﻦ ﺍﺳﺖ ﻳﻜﻲ 
ﺍﺯﺩﻭﻛﺎﺭﻣﻨﺪ ﺍﺯ ﺩﻳﮕﺮﻱ ﻣﻘﺪﺍﺭ ﺑﻴﺸﺘﺮﻱ ﺩﺭﻳﺎﻓﺖ ﻛﻨﺪ، ﺑﺎ ﺍﻳﻦ 
ﺣﺎﻝ ﻛﺎﺭﻣﻨﺪ ﺩﻳﮕﺮ ﻣﻤﻜﻦ ﺍﺳﺖ ﺍﺣﺴﺎﺱ ﻛﻨﺪ ﺍﮔﺮ ﭼﻪ ﻛﻤﺘﺮ 
ﺍﺯ ﺗﻤﺎﻳﻠﺶ ﺑﻪ ﺍﻭ ﭘﺮﺩﺍﺧﺖ ﺷﺪﻩ ﺍﺳﺖ،  ﺍﻣﺎ ﺍﻳﻦ ﭘﺮﺩﺍﺧﺖ 
ﻧﺎﻋﺎﺩﻻﻧﻪ ﻧﻴﺴﺖ، ﭼﺮﺍ ﻛﻪ ﺳﻴﺎﺳﺖ ﺟﺒﺮﺍﻥ ﺧﺪﻣﺎﺕ ﺳﺎﺯﻣﺎﻥ 
ﻳﻚ ﺳﻴﺎﺳﺖ ﺑﺎﺯ ﺑﻮﺩﻩ ﻭ ﺑﻪ ﺷﻴﻮﻩ ﺍﻱ ﺩﻗﻴﻖ ﻭ ﺑﺪﻭﻥ ﺗﻌﺼﺐ ﻭ 
ﻏﺮﺽ ﻭﺭﺯﻱ ﺑﻪ ﻛﺎﺭ ﮔﺮﻓﺘﻪ ﺷﺪﻩ ﺍﺳﺖ.]4[
ﺑﻨﺎﺑﺮﺍﻳﻦ  ﭘﺮﺩﺍﺧﺖ  ﻧﺎﺷﻲ  ﺍﺯ  ﺑﻪ  ﻛﺎﺭﮔﻴﺮﻱ  ﺍﻳﻦ  ﺭﻭﻳﻪ 
ﺍﺣﺘﻤﺎﻻ ًﻋﺎﺩﻻﻧﻪ ﻧﮕﺮﻳﺴﺘﻪ ﻣﻲ ﺷﻮﺩ؛ ﺣﺘﻲ ﺍﮔﺮ ﺑﻪ ﻧﻈﺮ ﺧﻴﻠﻲ 
ﭘﺎﻳﻴﻦ ﺑﺎﺷﺪ.]5[ ﺑﺎ ﺍﻓﺰﺍﻳﺶ ﺩﺭﻙ ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ، ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﺎ ﺩﻳﺪ ﻣﺜﺒﺖ ﺑﻪ ﺑﺎﻻﺩﺳﺘﺎﻥ ﻭ ﺳﺎﺯﻣﺎﻧﺸﺎﻥ ﻣﻲ ﻧﮕﺮﻧﺪ؛ ﺣﺘﻲ ﺍﮔﺮ 
ﺁﻧﻬﺎ ﺍﺯ ﭘﺮﺩﺍﺧﺖ ﻫﺎ، ﺗﺮﻓﻴﻌﺎﺕ ﻭ ﺩﻳﮕﺮ ﭘﻴﺎﻣﺪ ﻫﺎﻱ ﺷﺨﺼﻲ 
ﺍﻇﻬﺎﺭ ﻧﺎﺭﺿﺎﻳﺘﻲ ﻛﻨﻨﺪ.]6[
3- ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ )ecitsuJ lanoitanretnI(
ﻧﻮﻉ ﺳﻮﻡ ﺍﺯﻋﺪﺍﻟﺖ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ، ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ ﻧﺎﻣﻴﺪﻩ 
ﻣﻲ ﺷﻮﺩ.ﻋﺪﺍﻟﺖ  ﺗﻌﺎﻣﻠﻲ  ﺷﺎﻣﻞ  ﺭﻭﺷﻲ  ﺍﺳﺖ  ﻛﻪ  ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ ﺗﻮﺳﻂ ﺳﺮﭘﺮﺳﺘﺎﻥ ﺑﻪ ﺯﻳﺮﺩﺳﺘﺎﻥ ﻣﻨﺘﻘﻞ ﻣﻲ ﺷﻮﺩ. ﺍﻳﻦ 
ﻧﻮﻉ ﻋﺪﺍﻟﺖ ﻣﺮﺗﺒﻂ ﺑﺎ ﺟﻨﺒﻪ ﻫﺎﻱ ﻓﺮﺍﻳﻨﺪ ﺍﺭﺗﺒﺎﻃﺎﺕ )ﻫﻤﭽﻮﻥ 
ﺍﺩﺏ، ﺻﺪﺍﻗﺖ ﻭ ﺍﺣﺘﺮﺍﻡ( ﺑﻴﻦ ﻓﺮﺳﺘﻨﺪﻩ ﻭﮔﻴﺮﻧﺪﻩ ﻋﺪﺍﻟﺖ ﺍﺳﺖ. 
ﺑﻪ ﺧﺎﻃﺮ ﺍﻳﻨﻜﻪ ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ ﺗﻮﺳﻂ ﺭﻓﺘﺎﺭﻣﺪﻳﺮﻳﺖ ﺗﻌﻴﻴﻦ 
ﻣﻲ ﺷﻮﺩ، ﺍﻳﻦ ﻧﻮﻉ ﻋﺪﺍﻟﺖ ﻣﺮﺗﺒﻂ ﺑﺎ ﻭﺍﻛﻨﺶ ﻫﺎﻱ ﺷﻨﺎﺧﺘﻲ، 
ﺍﺣﺴﺎﺳﻲ ﻭ ﺭﻓﺘﺎﺭﻱ ﻧﺴﺒﺖ ﺑﻪ ﻣﺪﻳﺮﻳﺖ ﻳﺎ ﺑﻪ ﻋﺒﺎﺭﺕ ﺩﻳﮕﺮ 
ﺳﺮﭘﺮﺳﺖ ﺍﺳﺖ. ﺑﻨﺎﺑﺮ ﺍﻳﻦ ﺯﻣﺎﻧﻲ ﻛﻪ ﻛﺎﺭﻣﻨﺪﻱ ﺍﺣﺴﺎﺱ ﺑﻲ 
ﻋﺪﺍﻟﺘﻲ ﺗﻌﺎﻣﻠﻲ ﻣﻲ ﻛﻨﺪ ﺑﻪ ﺍﺣﺘﻤﺎﻝ ﺯﻳﺎﺩ ﺍﻳﻦ ﻛﺎﺭﻣﻨﺪ ﻭﺍﻛﻨﺶ 
ﻣﻨﻔﻲ ﺑﻪ ﺳﺮﭘﺮﺳﺘﺶ ﺑﻪ ﺟﺎﻱ ﺳﺎﺯﻣﺎﻥ ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ. ﺍﺯ ﺍﻳﻦ 
ﺭﻭ ﭘﻴﺶ ﺑﻴﻨﻲ ﻣﻲ ﺷﻮﺩ ﻛﻪ ﻛﺎﺭﻣﻨﺪ ﺍﺯ ﺳﺮﭘﺮﺳﺖ ﻣﺴﺘﻘﻴﻤﺶ ﺑﻪ 
ﺟﺎﻱ ﺳﺎﺯﻣﺎﻥ ﺩﺭ ﻛﻞ ﻧﺎﺭﺍﺿﻲ ﺑﺎﺷﺪ ﻭ ﻛﺎﺭﻣﻨﺪ ﺗﻌﻬﺪ ﻛﻤﺘﺮﻱ 
ﻧﺴﺒﺖ  ﺑﻪ  ﺳﺮﭘﺮﺳﺖ  ﺗﺎ  ﺳﺎﺯﻣﺎﻥ  ﺩﺭﺧﻮﺩﺍﺣﺴﺎﺱ  ﻛﻨﺪ. 
ﻫﻤﭽﻨﻴﻦ ﻧﮕﺮﺵ ﻫﺎﻱ ﻣﻨﻔﻲ ﻭﻱ ﻋﻤﺪﺗًﺎ ﻧﺴﺒﺖ ﺑﻪ ﺳﺮﭘﺮﺳﺖ 
ﺍﺳﺖ ﻭﻗﺴﻤﺖ ﻛﻤﻲ ﺍﺯ ﺍﻳﻦ ﻧﮕﺮﺵ ﻫﺎﻱ ﻣﻨﻔﻲ ﺑﻪ ﺳﺎﺯﻣﺎﻥ 
ﺑﺮﻣﻲ ﮔﺮﺩﺩ.]4[
ﺗﻌﻬﺪ  ﺳﺎﺯﻣﺎﻧﻲ  ﺭﻓﺘﺎﺭﻫﺎﻱ  ﺍﻓﺮﺍﺩ  ﺭﺍ  ﺗﺤﺖ  ﺗﺄﺛﻴﺮ  ﻗﺮﺍﺭ 
ﻣﻲ ﺩﻫﺪ. ﺗﻌﻬﺪ ﺑﻴﺎﻧﮕﺮ ﺍﺣﺴﺎﺱ ﻫﻮﻳﺖ ﻭ ﻭﺍﺑﺴﺘﮕﻲ ﻓﺮﺩ ﺑﻪ 
ﺳﺎﺯﻣﺎﻥ ﺍﺳﺖ. ﻫﻴﭻ ﺳﺎﺯﻣﺎﻧﻲ ﻧﻤﻲ ﺗﻮﺍﻧﺪ ﺑﺪﻭﻥ ﺗﻌﻬﺪ ﻭ ﺗﻼﺵ 
ﻛﺎﺭﻛﻨﺎﻥ ﻣﻮﻓﻖ ﮔﺮﺩﺩ. ﻛﺎﺭﻛﻨﺎﻧﻲ ﻛﻪ ﺩﺍﺭﺍﻱ ﺗﻌﻬﺪ ﻭ ﭘﺎﻳﺒﻨﺪﻱ 
ﻫﺴﺘﻨﺪ ﻧﻈﻢ ﺑﻴﺸﺘﺮﻱ ﺩﺭ ﻛﺎﺭ ﺧﻮﺩ ﺩﺍﺭﻧﺪ ﻭ ﻣﺪﺕ ﺑﻴﺸﺘﺮﻱ ﺩﺭ 
ﺳﺎﺯﻣﺎﻥ ﻣﻲ ﻣﺎﻧﻨﺪ ﻭ ﻛﺎﺭ ﻣﻲ ﻛﻨﻨﺪ. ﻣﺪﻳﺮﺍﻥ ﺑﺎﻳﺪ ﺗﻌﻬﺪ ﻭ ﭘﺎﻳﺪﺍﺭﻱ 
ﺧﻮﺩ ﻭ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻪ ﺳﺎﺯﻣﺎﻥ ﺭﺍ ﺣﻔﻆ ﻛﺮﺩﻩ ﻭ ﭘﺮﻭﺭﺵ ﺩﻫﻨﺪ . 
]7 [ ﺩﺭ ﻭﺍﻗﻊ ﻳﻜﻲ ﺍﺯ ﻋﻮﺍﻣﻞ ﻣﺆﺛﺮ ﺩﺭ ﻋﻤﻠﻜﺮﺩ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ 
ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ، ﺩﺍﺷﺘﻦ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺍﺳﺖ. ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ 
ﻣﺎﻧﻨﺪ ﻣﻔﺎﻫﻴﻢ ﺩﻳﮕﺮ ﺭﻓﺘﺎﺭ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﺷﻴﻮﻩ ﻫﺎﻱ ﻣﺘﻔﺎﻭﺕ 
ﺗﻌﺮﻳﻒ ﺷﺪﻩ ﺍﺳﺖ. ﺗﻌﺎﺭﻳﻒ ﻣﺨﺘﻠﻔﻲ ﺍﺯ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺷﺪﻩ 
ﺍﺳﺖ. ﺍﻟﺒﺘﻪ ﻣﻌﻤﻮﻟﻲ ﺗﺮﻳﻦ ﺷﻴﻮﻩ ﺑﺮﺧﻮﺭﺩ ﺑﺎ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ 
ﺁﻥ ﺍﺳﺖ ﻛﻪ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺭﺍ ﻧﻮﻋﻲ ﻭﺍﺑﺴﺘﮕﻲ ﻋﺎﻃﻔﻲ ﺑﻪ 
ﺳﺎﺯﻣﺎﻥ ﺩﺭﻧﻈﺮ ﻣﻲ ﮔﻴﺮﻧﺪ. ﻭ ﻳﺎ ﻧﻮﻋﻲ ﺍﺣﺴﺎﺱ ﻭﻓﺎ ﺩﺍﺭﻱ ﺑﻪ 
ﺳﺎﺯﻣﺎﻥ ﺑﻴﺎﻥ ﺷﺪﻩ ﺍﺳﺖ.]9،8[
ﺗﻌﻬﺪ  ﺳﺎﺯﻣﺎﻧﻲ  ﻳﻚ  ﻧﮕﺮﺵ  ﻣﻬﻢ  ﺷﻐﻠﻲ  ﻭ  ﺳﺎﺯﻣﺎﻧﻲ 
ﺍﺳﺖ ﻛﻪ ﺩﺭ ﻃﻮﻝ ﺳﺎﻝ ﻫﺎﻱ ﮔﺬﺷﺘﻪ ﻣﻮﺭﺩﻋﻼﻗﻪ ﺑﺴﻴﺎﺭﻱ ﺍﺯ 
ﻣﺤﻘﻘﺎﻥ ﺭﺷﺘﻪ ﻫﺎﻱ ﺭﻓﺘﺎﺭ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺭﻭﺍﻧﺸﻨﺎﺳﻲ ﺧﺼﻮﺻًﺎ 
ﺭﻭﺍﻧﺸﻨﺎﺳﻲ ﺍﺟﺘﻤﺎﻋﻲ ﺑﻮﺩﻩ ﺍﺳﺖ. ﺗﺄﺛﻴﺮ ﻣﺜﺒﺖ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ 
ﺑﺮ ﻋﻤﻠﻜﺮﺩ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭ ﺑﺴﻴﺎﺭﻱ ﺍﺯ ﺗﺤﻘﻴﻘﺎﺕ ﻣﻮﺭﺩ ﺗﺄﻳﻴﺪ 
ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﺍﺳﺖ . ﺍﻓﺮﺍﺩﻱ ﻛﻪ ﺩﺍﺭﺍﻱ ﺗﻌﻬﺪ ﻛﻤﺘﺮﻱ ﻫﺴﺘﻨﺪ 
ﺧﺮﻭﺝ ﺍﺯ ﻛﺎﺭ ﺩﺭ ﺁﻧﻬﺎ ﺑﻴﺸﺘﺮ ﺍﺳﺖ.]01[ ﻭ ﻏﻴﺒﺖ ﺍﺯ ﻛﺎﺭ ﻧﻴﺰ 
ﺩﺭ ﺁﻧﻬﺎ ﺑﻴﺸﺘﺮ ﺍﺳﺖ.]11[
ﻣﻴﺮ ﻭ ﺁﻟﻦ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺭﺍ ﺍﺯ ﺳﻪ ﺟﻨﺒﻪ ﺑﻪ ﺷﺮﺡ ﺯﻳﺮ 
ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ ﻣﻲ ﺩﻫﻨﺪ . 
1.  ﺗﻌﻬﺪ  ﻋﺎﻃﻔﻲ  )tnemtimmoC evitceffA(:  ﺷﺎﻣﻞ 
ﻭﺍﺑﺴﺘﮕﻲ ﻋﺎﻃﻔﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻪ ﺗﻌﻴﻴﻦ ﻫﻮﻳﺖ  ﺑﺎ ﺳﺎﺯﻣﺎﻥ ﻭ 
ﺩﺭﮔﻴﺮﺷﺪﻥ  ﺩﺭ  ﻓﻌﺎﻟﻴﺖ ﻫﺎﻱ  ﺳﺎﺯﻣﺎﻥ  ﺑﺎ  ﺩﺍﺷﺘﻦ  ﺍﺣﺴﺎﺱ 
ﻣﺜﺒﺖ ﺍﺳﺖ. ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﺗﻌﻬﺪ ﻋﺎﻃﻔﻲ ﻗﻮﻱ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺑﺎﻗﻲ 
ﻣﻲ ﻣﺎﻧﻨﺪ، ﺯﻳﺮﺍ ﺁﻧﻬﺎ ﻣﻲ ﺧﻮﺍﻫﻨﺪ ﻛﻪ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺑﻤﺎﻧﻨﺪ.
2. ﺗﻌﻬﺪ ﻣﺴﺘﻤﺮ )tnemtimmoC ecnaunitnoC(: ﺷﺎﻣﻞ 
ﺗﻌﻬﺪﻱ ﺍﺳﺖ ﻛﻪ ﻣﺒﺘﻨﻲ ﺑﺮﺍﺭﺯﺵ ﻧﻬﺎﺩﻥ ﺑﻪ ﺳﺎﺯﻣﺎﻥ ﺍﺳﺖ 
ﻭﻛﺎﺭﻣﻨﺪ ﺩﺭﺯﻧﺪﮔﻲ ﺳﺎﺯﻣﺎﻥ ﺳﻬﻴﻢ ﻣﻲ ﺷﻮﺩ. ﺩﺭ ﺍﻳﻦ ﺑﻌﺪ ﺍﺯ 
ﺗﻌﻬﺪ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻣﻲ ﻣﺎﻧﻨﺪ ﭼﻮﻥ ﻧﻴﺎﺯﺩﺍﺭﻧﺪ ﻛﻪ ﺑﻤﺎﻧﻨﺪ 
ﻭ ﺩﺍﺭﺍﻱ ﻭﻓﺎﺩﺍﺭﻱ ﺑﺎﻻ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺴﺘﻨﺪ.]21[
ﻣﺮﻳﻢ ﻳﻌﻘﻮﺑﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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3.  ﺗﻌﻬﺪ  ﻫﻨﺠﺎﺭﻱ  )tnemtimmoC evitamroN(:  ﺷﺎﻣﻞ 
ﺍﺣﺴﺎﺳﺎﺕ ﺍﻓﺮﺍﺩ ﻣﺒﺘﻨﻲ ﺑﺮﺿﺮﻭﺭﺕ ﻣﺎﻧﺪﻥ ﺩﺭﺳﺎﺯﻣﺎﻥ ﺍﺳﺖ.
]8[ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﺗﻌﻬﺪ ﻫﻨﺠﺎﺭﻱ ﻗﻮﻱ ﺑﻪ ﺩﻟﻴﻞ ﺍﻳﻨﻜﻪ ﺍﺣﺴﺎﺱ 
ﻣﻲ ﻛﻨﻨﺪ ﺑﺎﻳﺪ ﺩﺭﺳﺎﺯﻣﺎﻥ ﺑﻤﺎﻧﻨﺪ ﺩﺭﺳﺎﺯﻣﺎﻥ ﻣﻲ ﻣﺎﻧﻨﺪ.]31[
ﺍﺯ ﻃﺮﻓﻲ ﺭ ﺿﺎﻳﺖ ﺷﻐﻠﻲ ﺭﺍ ﻋﺎﻣﻠﻲ ﺭﻭﺍﻧﻲ ﻗﻠﻤﺪﺍﺩ ﺷﺪﻩ ﻭ 
ﺁﻥ ﺭﺍ ﺑﻪ ﺻﻮﺭﺕ ﻧﻮﻋﻲ ﺳﺎﺯﮔﺎﺭﻱ ﻋﺎﻃﻔﻲ ﺑﺎ ﺷﻐﻞ ﻭ ﺷﺮﺍﻳﻂ 
ﺷﻐﻞ ﺗﻌﺮﻳﻒ ﻣﻲ ﻛﻨﻨﺪ ﻛﻪ ﺩﺭ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺭﺿﺎﻳﺖ ﺍﺯ ﺍﺑﻌﺎﺩﻱ 
ﭼﻮﻥ ﻫﻤﻜﺎﺭﺍﻥ ﺷﺮﺍﻳﻂ ﻛﺎﺭﻱ ﻭ ﺣﻘﻮﻕ ﻭ ﻣﺰﺍﻳﺎ ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ 
ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﺍﺳﺖ.]41[
ﻫﻴﭻ ﻳﻚ  ﺍﺯ  ﻓﻌﺎﻟﻴﺖ ﻫﺎﻱ  ﺍﻣﺮﻭﺯﻱ  ﺍﺯ ﻧﻈﺮ ﮔﺴﺘﺮﺵ ﻭ 
ﭘﻴﭽﻴﺪﮔﻲ ﻫﻤﭙﺎﻱ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻧﻴﺴﺖ ﺩﺭ ﺟﻬﺖ ﺍﺟﺮﺍﻱ ﺍﻳﻦ 
ﻣﻘﺼﻮﺩﻛﺎﺭﻛﻨﺎﻥ ﺑﺎﻳﺪ ﺍﺯ ﻫﻨﺮ ﻭ ﻣﻬﺎﺭﺕ ﻫﺎﻱ ﻻﺯﻡ ﺩﺭ ﻫﺮ ﺯﻣﻴﻨﻪ 
ﺷﻐﻠﻲ ﻭ ﻋﻤﻠﻲ  ﻛﻪ  ﻗﺎﺑﻞ  ﺍﺟﺮﺍ ﻭ ﻋﻤﻠﻲ  ﺑﺎﺷﺪ  ﺑﺮﺧﻮﺭﺩﺍﺭ 
ﮔﺮﺩﺩ.]51[
ﻧﺘﺎﻳﺞ ﭘﮋﻭﻫﺶ ﺳﻤﺎﻭﺍﺗﻴﺎﻥ )7831( ﻧﺸﺎﻥ ﻣﻲ ﺩﻫﺪ ﻛﻪ 
ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻧﻮﻉ ﺍﺳﺘﺨﺪﺍﻡ، ﺳﻄﺢ ﺩﺭﺁﻣﺪ ﻭ ﻣﺤﻞ 
ﺳﻜﻮﻧﺖ ﻛﺎﺭﻛﻨﺎﻥ ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻣﺸﺎﻫﺪﻩ ﺷﺪ ﺍﺯ ﻃﺮﻓﻲ 
ﻣﺘﻐﻴﺮ ﻫﺎﻱ ﺳﺎﺑﻘﻪ ﺧﺪﻣﺖ، ﻭﺿﻌﻴﺖ ﺗﺄﻫﻞ ﻭ ﺗﻌﺪﺍﺩ ﻓﺮﺯﻧﺪﺍﻥ 
ﺗﻔﺎﻭﺕ ﻣﻌﻨﻲ ﺩﺍﺭﻱ ﺭﺍ ﺩﺭ ﺍﺭﺗﺒﺎﻁ ﺑﺎ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺍﺩﺭﺍﻙ 
ﺷﺪﻩ ﻧﺸﺎﻥ ﻧﺪﺍﺩﻧﺪ.]61[
ﻏﻔﻮﺭﻱ  )7831(  ﺩﺭ  ﭘﮋﻭﻫﺸﻲ  ﺩﺭ  ﺑﻴﻦ  ﻛﺎﺭﻛﻨﺎﻥ 
ﺷﻬﺮﺩﺍﺭﻱ ﺍﺻﻔﻬﺎﻥ ﻧﺸﺎﻥ ﺩﺍﺩﻩ ﺍﺳﺖ ﻛﻪ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ 
ﻭ ﺣﻴﻄﻪ ﻫﺎﻱ ﻣﺨﺘﻠﻒ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﻫﻤﺒﺴﺘﮕﻲ ﻣﺜﺒﺖ ﻭ 
ﻣﻌﻨﺎﺩﺍﺭﻱ ﻣﺸﺎﻫﺪﻩ ﻣﻲ ﺷﻮﺩ.]71[
ﻫﺮﺑﻴﻨﻴﻚ  ﺁﻟﻮﺗﻮ  )2791(  ﻭ  ﺟﻮﻳﻨﺮ  )6002(  ﻧﻴﺰ  ﺩﺭ 
ﺗﺤﻘﻴﻘﺎﺕ ﻣﺸﺎﺑﻪ ﺍﻱ ﺑﻪ ﻫﻤﻴﻦ ﻧﺘﺎﻳﺞ ﺩﺳﺖ ﻳﺎﻓﺘﻨﺪ.]71[
ﻭﺍﺭﻧﺮ )renraW( 5002 ﺩﺭ ﭘﮋﻭﻫﺸﻲ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺩﺳﺖ 
ﻳﺎﻓﺖ ﻛﻪ ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ ﺑﻬﺘﺮﻳﻦ ﭘﻴﺸﮕﻮ ﻛﻨﻨﺪﻩ ﺭﺿﺎﻳﺖ 
ﺷﻐﻠﻲ ﺍﺳﺖ ﻭ ﺩﺭ ﺍﻳﻦ ﻣﻴﺎﻥ ﮔﺮﭼﻪ ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ ﻧﻴﺰ ﻣﺆﺛﺮ 
ﺍﺳﺖ ﻭﻟﻴﻜﻦ ﺗﺄﺛﻴﺮ ﻛﻤﺘﺮﻱ ﺩﺍﺭﺩ.]81[
ﺩﺭ ﺗﺤﻘﻴﻖ ﺻﻮﺭﺕ ﮔﺮﻓﺘﻪ ﺗﻮﺳﻂ ﺍﻟﻴﻮﺍﻧﻴﻮ )oiniavolE( 
ﻛﻪ ﺩﺭ ﺧﺼﻮﺹ ﺗﺄﺛﻴﺮ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺮ ﺳﻼﻣﺖ ﻛﺎﺭﻛﻨﺎﻥ 
ﺩﺭ ﻳﻚ ﺗﺤﻘﻴﻖ ﺩﻭ ﺳﺎﻟﻪ ﺩﺭ ﺑﻴﻦ 9692 ﻧﻔﺮ ﺍﺯ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ 
ﻓﻨﻼﻧﺪ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺭﺳﻴﺪ ﻛﻪ ﺍﺟﺮﺍﻱ ﻋﺪﺍﻟﺖ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺑﺎ 
ﺳﻼﻣﺖ ﻛﺎﺭﻛﻨﺎﻥ ﻭ ﻛﺎﻫﺶ ﻏﻴﺒﺖ ﺍﺯ ﻛﺎﺭ ﺑﻪ ﻋﻠﺖ ﺑﻴﻤﺎﺭﻱ 
ﺗﺄﺛﻴﺮ ﺩﺍﺭﺩ.]91[
ﺗﺎﻣﭙﺴﻮﻥ  ﺩﺭ  ﺗﺤﻘﻴﻘﻲ  ﺭﺍﺑﻄﻪ  ﺑﻴﻦ  ﻋﺪﺍﻟﺖ  ﻭ  ﺭﺿﺎﻳﺖ 
ﻣﺸﺘﺮﻱ ﺭﺍ ﺳﻨﺠﻴﺪﻩ ﺍﺳﺖ ﺩﺭ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﻋﺪﺍﻟﺖ ﺭﺍ ﺍﺯ ﺳﻪ 
ﺑﻌﺪ ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ، ﺭﻭﻳﻪ ﺍﻱ ﻭﺗﻌﺎﻣﻠﻲ ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ 
ﺩﺍﺩﻩ ﺍﺳﺖ ﻭ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺭﺳﻴﺪﻩ ﺍﺳﺖ ﻛﻪ ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ 
ﺑﻬﺘﺮﻳﻦ ﭘﻴﺸﮕﻮ ﻛﻨﻨﺪﻩ ﺭﺿﺎﻳﺖ ﻣﻲ ﺑﺎﺷﺪ.]02[
ﻛﻠﻨﺪﺍﻭﺭ  )reuadnelk(  ﺩﺭ  ﺗﻌﻴﻴﻦ  ﺭﺍﺑﻄﻪ  ﺑﻴﻦ  ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺗﻌﻬﺪ ﻣﺪﻳﺮﻳﺘﻲ ﺩﺭ ﺑﻴﻦ 821 ﻣﺪﻳﺮ ﺍﺯ 83 ﺷﺮﻛﺖ 
ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺭﺳﻴﺪ ﻛﻪ ﮔﺮﭼﻪ ﺗﻤﺎﻡ ﺍﺑﻌﺎﺩ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ 
ﺗﻌﻬﺪ ﻣﺪﻳﺮﺍﻥ ﺭﺍﺑﻄﻪ ﺩﺍﺷﺘﻪ ﺍﺳﺖ ﻭﻟﻴﻜﻦ ﺗﺄﺛﻴﺮ ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ 
ﺍﺯ ﻫﻤﻪ ﺑﻴﺸﺘﺮ ﺑﻮﺩﻩ ﺍﺳﺖ.]12[
ﻣﺮﻱ  ﻟﻤﻮﻧﺰ  ﺩﺭ  ﺗﺤﻘﻴﻘﻲ  ﺑﺎ  ﻫﺪﻑ  ﻣﻄﺎﻟﻌﻪ  ﻭ  ﺗﻌﻴﻴﻦ 
ﻧﻘﺶ ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ ﺩﺭ ﺍﺭﺗﻘﺎﻱ ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ ﺑﻪ ﻋﻨﻮﺍﻥ 
ﻣﺘﻐﻴﺮﭘﻴﺸﮕﻮﻳﻲ ﻛﻨﻨﺪﻩ ﺑﻪ ﺍﻳﻦ ﻧﺘﻴﺠﻪ ﺭﺳﻴﺪﻩ ﺍﺳﺖ ﻛﻪ ﻭﺟﻮﺩ 
ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ ﺩﺭ ﺗﺼﻤﻴﻢ ﮔﻴﺮﻱ ﺑﺮ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﻛﺎﺭﻛﻨﺎﻥ 
ﺗﺄﺛﻴﺮ ﺩﺍﺭﺩ.]22[
ﭘﮋﻭﻫﺶ  ﺣﺎﺿﺮ  ﺑﺎ  ﻫﺪﻑ  ﺑﺮﺭﺳﻲ  ﺭﺍﺑﻄﻪ  ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻭﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺑﻴﻦ ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻨﺘﺨﺐ ﺩﺍﻧﺸﮕﺎﻩ ﻋﻠﻮﻡ ﭘﺰﺷﻜﻲ ﺍﺻﻔﻬﺎﻥ ﻭ ﺑﻪ 
ﺻﻮﺭﺕ ﺗﻮﺻﻴﻔﻲ ﻫﻤﺒﺴﺘﮕﻲ ﺍﻧﺠﺎﻡ ﺷﺪﻩ ﺍﺳﺖ.
ﺭﻭﺵ ﺑﺮﺭﺳﻲ
ﺩﺭ ﺗﺤﻘﻴﻖ ﺣﺎﺿﺮ ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻣﺎﻫﻴﺖ ﻣﻮﺿﻮﻉ ﻭ ﺍﻫﺪﺍﻑ 
ﭘﮋﻭﻫﺶ ﺍﺯ ﺭﻭﺵ ﺗﺤﻘﻴﻖ »ﺗﻮﺻﻴﻔﻲ-ﻫﻤﺒﺴﺘﮕﻲ« ﺍﺳﺘﻔﺎﺩﻩ 
ﺷﺪﻩ  ﺍﺳﺖ  ﺟﺎﻣﻌﻪ  ﺁﻣﺎﺭﻱ  ﺍﻳﻦ  ﭘﮋﻭﻫﺶ  ﺷﺎﻣﻞ  ﻛﺎﺭﻛﻨﺎﻥ، 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻨﺘﺨﺐ ﺷﻬﺮ ﺍﺻﻔﻬﺎﻥ )ﺩﻭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺩﻭﻟﺘﻲ 
)ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺍﻟﺰﻫﺮﺍ)ﺱ( ﻭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻧﻮﺭ ﻭ ﺣﻀﺮﺕ 
ﻋﻠﻲ ﺍﺻﻐﺮ)ﻉ(( ﻭ ﺩﻭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺧﺼﻮﺻﻲ )ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺳﻌﺪﻱ ﻭ ﺳﻴﻨﺎ( ﺍﺳﺖ، ﻛﻪ 011 ﻧﻔﺮ ﺑﻪ ﻋﻨﻮﺍﻥ ﻧﻤﻮﻧﻪ ﺍﻧﺘﺨﺎﺏ 
ﺷﺪﻧﺪ.  ﺩﺭ  ﺍﻧﺠﺎﻡ  ﺍﻳﻦ  ﭘﮋﻭﻫﺶ  ﺑﺮﺍﻱ  ﺗﻌﻴﻴﻦ  ﺳﻄﺢ  ﺗﻌﻬﺪ 
ﺳﺎﺯﻣﺎﻧﻲ ﺍﺯ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺍﻱ ﻃﺮﺍﺣﻲ ﺷﺪﻩ ﺗﻮﺳﻂ ﺁﻟﻦ ﻭ ﻣﺎﻳﺮ 
)4002( ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪﻩ ﺍﺳﺖ. ﺩﺭ ﺍﻳﻦ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺗﻌﻬﺪ ﺍﺯ ﺍﺑﻌﺎﺩ 
ﻫﻨﺠﺎﺭﻱ ﻋﻘﻼﻳﻲ ﻭ ﻋﺎﻃﻔﻲ ﺳﻨﺠﻴﺪﻩ ﺷﺪﻩ ﺍﺳﺖ ﻛﻪ ﺑﻪ ﺳﺒﻚ 
ﻟﻴﻜﺮﺕ ﻃﺒﻘﻪ ﺑﻨﺪﻱ ﺷﺪﻩ ﺍﺳﺖ ﻭ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ 
ﺳﺎﺧﺘﻪ ﺷﺪﻩ ﺗﻮﺳﻂ ﻧﻴﻬﻮﻑ ﻭ ﻣﻮﺭﻣﻦ )3991( ﻛﻪ ﺷﺎﻣﻞ 
ﺭﺍﺑﻄﻪ ﻱ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻭﺗﻌﻬﺪ …
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ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ، ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ، ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ ﺍﺳﺖ، 
ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪﻩ ﺍﺳﺖ .ﻭ ﺑﺮﺍﻱ ﺗﻌﻴﻴﻦ ﺳﻄﺢ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﺍﺯ 
ﭘﺮﺳﺸﻨﺎﻣﻪ ﺍﺳﺘﺎﻧﺪﺍﺭﺩ ﺍﺳﭙﻜﺘﺮ )1991( ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪﻩ ﺍﺳﺖ.
ﺍﻳﻦ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﺭﺍ ﺩﺭ ﺯﻣﻴﻨﻪ ﻫﺎﻱ ﺣﻘﻮﻕ 
ﻭ  ﺩﺳﺘﻤﺰﺩ،  ﺍﺭﺗﻘﺎء،  ﺳﺮﭘﺮﺳﺘﻲ،  ﻣﺰﺍﻳﺎ،  ﭘﺎﺩﺍﺵ ﻫﺎ،  ﺷﺮﺍﻳﻂ 
ﻛﺎﺭﻱ، ﻫﻤﻜﺎﺭﺍﻥ، ﻣﺎﻫﻴﺖ ﻛﺎﺭ، ﺍﺭﺗﺒﺎﻃﺎﺕ، ﺑﺮﺭﺳﻲ ﻣﻲ ﻛﻨﺪ 
ﺑﺮﺍﻱ ﺳﻨﺠﺶ ﺍﻋﺘﺒﺎﺭ ﭘﺎﻳﺎﻳﻲ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻫﺎ ﺍﺯ ﺿﺮﻳﺐ ﺁﻟﻔﺎﻱ 
ﻛﺮﻭﻧﺒﺎﺥ  ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪﻩ ﺍﺳﺖ ﻛﻪ  ﺑﺮﺍﻱ ﭘﺮﺳﺸﻨﺎﻣﻪ ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ 49/0 ﻭ ﺑﺮﺍ ﻱ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ 09/0 ﺑﻪ 
ﺩﺳﺖ ﺁﻣﺪﻩ ﺍﺳﺖ ﻭ ﺑﺮﺍﻱ ﭘﺮﺳﺸﻨﺎﻣﻪ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ 88/0 
ﺑﻮﺩﻩ ﺍﺳﺖ . ﺑﺮﺍﻱ ﺭﻭﺍﻳﻲ ﺍﺯ ﺭﻭﺍﻳﻲ ﻭﺍﺑﺴﺘﻪ ﺑﻪ ﻣﺤﺘﻮﺍ ﺍﺳﺘﻔﺎﺩﻩ 
ﺷﺪﻩ  ﺍﺳﺖ  ﺑﺪﻳﻦ  ﻣﻨﻈﻮﺭ  ﭘﺮﺳﺸﻨﺎﻣﻪ ﻫﺎ  ﺩﺭ  ﺍﺧﺘﻴﺎﺭ  ﺍﺳﺎﺗﻴﺪ 
ﻣﺮﺑﻮﻃﻪ ﻗﺮﺍﺭ ﮔﺮﻓﺘﻪ ﻭ ﺭﻭﺍﻳﻲ ﺁﻧﻬﺎ ﻣﻮﺭﺩ ﺗﺄﻳﻴﺪ ﻗﺮﺍﺭ ﮔﺮﻓﺖ . 
ﺑﺮﺍﻱ ﺗﺤﻠﻴﻞ ﺩﺍﺩﻩ ﻫﺎ ﺍﺯ ﺁﻣﺎﺭ ﺗﻮﺻﻴﻔﻲ ﻭ ﺗﺤﻠﻴﻠﻲ ﺑﺎ ﺍﺳﺘﻔﺎﺩﻩ ﺍﺯ 
ﻧﺮﻡ ﺍﻓﺰﺍﺭ ssps ﺍﺳﺘﻔﺎﺩﻩ ﺷﺪﻩ ﺍﺳﺖ.
ﻳﺎﻓﺘﻪ ﻫﺎ
ﻫﻤﺎﻥ ﻃﻮﺭ ﻛﻪ ﺩﺭ ﺟﺪﻭﻝ 1 ﻣﺸﺎﻫﺪﻩ ﻣﻲ ﺷﻮﺩ ﻣﻴﺰﺍﻥ ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ  ﺩﺭ  ﺑﻴﻦ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﺩﻭﻟﺘﻲ  ﻭ  ﺧﺼﻮﺻﻲ 
ﺗﻘﺮﻳﺒًﺎ  ﻳﻜﺴﺎﻥ  ﺍﺳﺖ  ﻭ  ﻟﻴﻜﻦ  ﻣﻴﺰﺍﻥ  ﻋﺪﺍﻟﺖ  ﺗﻌﺎﻣﻠﻲ  ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﺩﻭﻟﺘﻲ  ﺑﻴﺸﺘﺮ  ﺍﺳﺖ.  ﻣﻴﺰﺍﻥ  ﺗﻌﻬﺪ  ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﻭﻟﺘﻲ ﻭ ﺧﺼﻮﺻﻲ ﺑﺮﺍﺑﺮ ﺑﻮﺩﻩ ﻭ ﺩﺭ ﺍﻳﻦ 
ﻣﻴﺎﻥ  ﻣﻴﺰﺍﻥ  ﺗﻌﻬﺪ  ﻣﺴﺘﻤﺮ  ﻭ  ﻫﻨﺠﺎﺭﻱ  ﺩﺭ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺩﻭﻟﺘﻲ  ﺑﻴﺸﺘﺮ  ﻭ  ﻣﻴﺰﺍﻥ  ﺗﻌﻬﺪ  ﻋﺎﻃﻔﻲ  ﺩﺭ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺧﺼﻮﺻﻲ ﺑﻴﺸﺘﺮ ﺍﺳﺖ.
ﺟﺪﻭﻝ  2  ﻧﺸﺎﻥ  ﻣﻲ ﺩﻫﺪ  ﻛﻪ  ﺭﺿﺎﻳﺖ  ﺷﻐﻠﻲ  ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ ﺑﻴﺸﺘﺮ ﺍﺯ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﻭﻟﺘﻲ 
ﺍﺳﺖ ﻭﻟﻴﻜﻦ ﺩﺭ ﺍﻳﻦ ﻣﻴﺎﻥ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﻭﻟﺘﻲ ﺍﺯ 
ﻣﻴﺎﻥ 9 ﻣﺆﻟﻔﻪ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﺩﺭ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺍﺯ 
ﻣﻴﺎﻧﮕﻴﻦ ﺑﻴﺸﺘﺮﻱ ﺑﺮﺍﻱ ﻣﺆﻟﻔﻪ ﻫﺎﻱ ﺣﻘﻮﻕ ﻭ ﺩﺳﺘﻤﺰﺩ، ﺍﺭﺗﻘﺎء، 
ﻣﺰﺍﻳﺎ ﺑﺮﺧﻮﺭﺩﺍﺭ ﺑﻮﺩﻩ ﻭ 6 ﻣﺆﻟﻔﻪ ﺩﻳﮕﺮ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺧﺼﻮﺻﻲ ﺍﺯ ﺍﻣﺘﻴﺎﺯ ﺑﻴﺸﺘﺮﻱ ﺑﺮﺧﻮﺭﺩﺍﺭ ﺍﺳﺖ.
ﺟﺪﻭﻝ 1: ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ، ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺍﺑﻌﺎﺩ ﺁﻧﻬﺎ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ
ﻣﻴﺎﻧﮕﻴﻦﻧﺎﻡ ﻣﺘﻐﻴﺮ
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﻭﻟﺘﻲ
ﻣﻴﺎﻧﮕﻴﻦ
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ
ﻣﻴﺎﻧﮕﻴﻦﻧﺎﻡ ﻣﺘﻐﻴﺮ
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﻭﻟﺘﻲ
ﻣﻴﺎﻧﮕﻴﻦ
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ
2/1±31±1/3ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﻛﻠﻲ3/1±5/31/1±4/3ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻛﻠﻲ
5/1±8/32/0±3/3ﺗﻌﻬﺪ ﻋﺎﻃﻔﻲ6/0±8/33/1±6/3ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ
5/.±7/28/0±1/3ﺗﻌﻬﺪ ﻣﺴﺘﻤﺮ1/1±6/35/1±8/3ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ
2/1±6/24/1±9/2ﺗﻌﻬﺪ ﻫﻨﺠﺎﺭﻱ2/1±2/34/1±8/2ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ
ﺟﺪﻭﻝ 2: ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻭﺍﺑﻌﺎﺩ ﺁﻧﻬﺎ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ
ﺭﺿﺎﻳﺖ ﻧﺎﻡ ﻣﺘﻐﻴﺮ
ﺷﻐﻠﻲ ﻛﻠﻲ
ﺣﻘﻮﻕ ﻭ 
ﺩﺳﺘﻤﺰﺩ
ﺷﺮﺍﻳﻂ ﭘﺎﺩﺍﺵ ﻫﺎﻣﺰﺍﻳﺎﺳﺮﭘﺮﺳﺘﻲﺍﺭﺗﻘﺎء
ﻛﺎﺭﻱ
ﺍﺭﺗﺒﺎﻃﺎﺕﻣﺎﻫﻴﺖ ﻛﺎﺭﻫﻤﻜﺎﺭﺍﻥ
ﻣﻴﺎﻧﮕﻴﻦ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺩﻭﻟﺘﻲ
2/1±6/21/1±69/28/0±1/43/0±1/33/0±1/31/1±3/33/1±6/33/0±1/33/1±5/37/0±2/3
ﻣﻴﺎﻧﮕﻴﻦ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺧﺼﻮﺻﻲ
9/0±8/26/.±1/33/1±3/41/.±8/37/.±7/31/1±2/35/0±2/42/1±5/23/0±1/37/0±4/3
ﻣﺮﻳﻢ ﻳﻌﻘﻮﺑﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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ﻣﻴﺎﻧﮕﻴﻦ ﻧﻤﺮﻩ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﺗﻔﻜﻴﻚ ﺟﻨﺴﻴﺖ ﺑﻪ 
ﺷﺮﺡ ﺯﻳﺮ ﺍﺳﺖ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ:
ﻣﺮﺩﺍﻥ  )3/3±1/7(  ﻭ  ﺯﻧﺎﻥ  )3/4±1/6(  ﻛﻪ  ﺍﻟﺒﺘﻪ  ﺍﻳﻦ 
ﺍﺧﺘﻼﻑ ﺍﺯ ﻟﺤﺎﻅ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ TSET_T ﻣﻌﻨﺎﺩﺍﺭ ﻧﻤﻲ ﺑﺎﺷﺪ. 
ﺍﺯ ﻟﺤﺎﻅ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ AVONA ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻭ 
ﺳﻦ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﺍﻳﻦ ﺗﺤﻘﻴﻖ ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻭﺟﻮﺩ ﻧﺪﺍﺭﺩ 
.)160/=f ، 089/0=p(.  ﻭﻟﻴﻜﻦ  ﺑﻴﻦ  ﻋﺪﺍﻟﺖ  ﺳﺎﺯﻣﺎﻧﻲ  ﺑﺎ 
ﻧﻮﻉ ﺍﺳﺘﺨﺪﺍﻡ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺯ ﻟﺤﺎﻅ ﺁﺯﻣﻮﻥ ﺁﻣﺎﺭﻱ AVONA 
 )91.4=f ، 100/0=p( ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻣﺸﺎﻫﺪﻩ ﻣﻲ ﺷﻮﺩ. 
ﺑﻴﻦ ﻣﻴﺰﺍﻥ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﻧﻮﻉ ﭘﺴﺖ )ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﺨﺶ ﻫﺎﻱ ﺍﺩﺍﺭﻱ ﻭ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭﻣﺎﻧﻲ( ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻭﺟﻮﺩ 
ﻧﺪﺍﺭﺩ. ﺑﻴﻦ ﻣﻴﺰﺍﻥ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﻣﻘﻄﻊ ﺗﺤﺼﻴﻠﻲ 
ﺑﺎ ﻛﻤﻚ ﺁﺯﻣﻮﻥ  AVONA  )7/2=f ، 920/0=p( ﺭﺍﺑﻄﻪ 
ﻣﻌﻨﺎﺩﺍﺭﻱ ﻭﺟﻮﺩ ﺩﺍﺭﺩ.
ﺑﻴﻦ ﻣﻴﺰﺍﻥ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻛﺎﺭﻛﻨﺎﻥ ﺑﺎ ﺳﺎﺑﻘﻪ ﻛﺎﺭ ﺑﺎ ﻛﻤﻚ 
ﺁﺯﻣﻮﻥ AVONA  )7/4=f ، 40/0=p( ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻭﺟﻮﺩ 
ﺩﺍﺭﺩ.ﺩﺭ ﺗﺤﻠﻴﻞ ﺿﺮﻳﺐ ﻫﻤﺒﺴﺘﮕﻲ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻭ 
ﺍﺑﻌﺎﺩ ﺁﻥ؛ ﺑﻌﺪ ﺗﻮﺯﻳﻌﻲ )00/0=p ، 27/0=r(، ﺑﻌﺪ ﺭﻭﻳﻪ ﺍﻱ 
)786/0=r ، 00/0=p( ﻭ ﺗﻌﺎﻣﻠﻲ )358/0=r ، 00/0=p( 
ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻣﺸﺎﻫﺪﻩ ﺷﺪ.
ﺩﺭ ﺧﺼﻮﺹ ﺍﺭﺗﺒﺎﻁ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺘﻐﻴﺮ ﻫﺎﻱ 
ﺗﺤﻘﻴﻖ ﻧﺘﺎﻳﺞ ﺯﻳﺮ ﺑﻪ ﺩﺳﺖ ﺁﻣﺪﻩ ﺍﺳﺖ . ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ 
ﻭ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﺭﺍﺑﻄﻪ ﻭﺟﻮﺩ ﺩﺍﺭﺩ )00/0=p 
64/0=r ،( ﻭﻟﻴﻜﻦ ﺩﺭ ﺍﻳﻦ ﻣﻴﺎﻥ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺗﻌﻬﺪ 
ﻫﻨﺠﺎﺭﻱ )37/0=r ، 130/0=p( ﻭ ﺗﻌﻬﺪ ﻋﺎﻃﻔﻲ )100/0=p 
26/0=r( ﺭﺍﺑﻄﻪ ﺩﺍﺷﺘﻪ ﻭﻟﻴﻜﻦ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎ ﺗﻌﻬﺪ 
ﻣﺴﺘﻤﺮ  )62/0=r ، 420/0=p(  ﺭﺍﺑﻄﻪ ﺍﻱ  ﻣﺸﺎﻫﺪﻩ  ﻧﺸﺪ. 
ﺍﺯ ﻃﺮﻓﻲ ﺍﺯ ﺍﻧﻮﺍﻉ ﻋﺪﺍﻟﺖ، ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ )، 920/0=p 
66/0=r( ﻭ ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ )66/0=r ، 920/0=p( ﺑﺎ ﺗﻌﻬﺪ 
ﺳﺎﺯﻣﺎﻧﻲ ﺭﺍﺑﻄﻪ ﺩﺍﺷﺘﻪ ﻭ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ ﺑﺎ ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ 
ﻫﻴﭻ ﺭﺍﺑﻄﻪ ﺍﻱ ﻣﺸﺎﻫﺪﻩ ﻧﺸﺪ )66/0=r ، 920/0=p(.
ﺩﺭ ﺑﺮﺭﺳﻲ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﻣﺘﻐﻴﺮﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ 
ﻧﺘﻴﺠﻪ ﺯﻳﺮ ﺑﻪ ﺩﺳﺖ ﺁﻣﺪ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻭ ﺭﺿﺎﻳﺖ 
ﺷﻐﻠﻲ ﻛﻠﻲ ﺭﺍﺑﻄﻪ ﻭﺟﻮﺩ ﺩﺍﺭﺩ )66/0=r ، 920/0=p( ﻭﻟﻴﻜﻦ 
ﺩﺭ ﺗﻌﻴﻴﻦ ﺭﺍﺑﻄﻪ ﺑﻴﻦ ﺍﻧﻮﺍﻉ ﻋﺪﺍﻟﺖ ﻭ ﺍﺑﻌﺎﺩ ﺭﺿﺎﻳﺖ ﺑﻪ ﻧﺘﺎﻳﺞ 
ﺯﻳﺮ ﺩﺳﺖ ﻳﺎﻓﺘﻴﻢ:
ﻋﺪﺍﻟﺖ  ﺗﻌﺎﻣﻠﻲ  ﺑﺎ  ﺍﺑﻌﺎﺩ  ﻣﺰﺍﻳﺎ  )18/0=r ، 00/0=p( 
ﭘﺎﺩﺍﺵ ﻫﺎ  )54/0=r ، 700/0=p(  ﺣﻘﻮﻕ  ﻭ  ﺩﺳﺘﻤﺰﺩ 
)78/0=r ، 300/0=p( ﻭ ﺳﺮﭘﺮﺳﺘﻲ )23/0=r ، 00/0=p( 
ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻧﺸﺎﻥ ﺩﺍﺩ.
ﺍﺯ ﻃﺮﻓﻲ ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ ﺑﺎ ﺍﺑﻌﺎﺩ ﺳﺮﭘﺮﺳﺘﻲ )400/0=p 
45/0=r ،( ﺷﺮﺍﻳﻂ ﻛﺎﺭﻱ )45.0=r ، 00.0=p( ﻭ ﻫﻤﻜﺎﺭﺍﻥ 
)56/0=r ، 200/0=p( ﻣﺰﺍﻳﺎ )65/0=r ، 00/0=p( ﭘﺎﺩﺍﺵ ﻫﺎ 
)57/0=r ، 400/0=p(  ﺣﻘﻮﻕ  ﻭ  ﺩﺳﺘﻤﺰﺩ  )، 300/0=p 
46/0=r( ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻧﺸﺎﻥ ﺩﺍﺩ. ﻫﻤﭽﻨﻴﻦ ﺩﺭ ﺧﺼﻮﺹ 
ﺭﺍﺑﻄﻪ ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ، ﺍﻳﻦ ﻧﻮﻉ ﺍﺯ ﻋﺪﺍﻟﺖ ﺑﺎ ﺍﺑﻌﺎﺩ ﺷﺮﺍﻳﻂ 
ﻛﺎﺭ )36/0=r ، 00/0=p( ﻭ ﻫﻤﻜﺎﺭﺍﻥ )14/0=r ، 20/0=p( 
ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻧﺸﺎﻥ ﺩﺍﺩ.
ﺍﻳﻦ ﻧﻮﻉ ﺍﺯ ﻋﺪﺍﻟﺖ ﺑﺮﻋﺎﺩﻻﻧﻪ ﺑﻮﺩﻥ ﭘﻴﺎﻣﺪ ﻫﺎ ﻭ ﻧﺘﺎﻳﺠﻲ 
ﻛﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺩﺭ ﻳﺎﻓﺖ ﻣﻲ ﻛﻨﻨﺪ ﺍﺷﺎﺭﻩ ﻣﻲ ﻛﻨﺪ ﺍﻳﻦ ﻧﻮﻉ ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ ﺭﻳﺸﻪ ﺩﺭ ﻧﻈﺮﻳﻪ ﺑﺮﺍﺑﺮﻱ ﺁﺩﺍﻣﺰ )5691( ﺩﺍﺭﺩ.
ﻭ ﻫﻤﭽﻨﻴﻦ ﺩﺭ ﺧﺼﻮﺹ ﺭﺍﺑﻄﻪ ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ، ﺍﻳﻦ 
ﻧﻮﻉ ﺍﺯ ﻋﺪﺍﻟﺖ ﺑﺎ ﺍﺑﻌﺎﺩ ﺷﺮﺍﻳﻂ ﻛﺎﺭ )66/0=r ، 920/0=p( 
ﻭ ﻫﻤﻜﺎﺭﺍﻥ )66/0=r ، 920/0=p( ﺭﺍﺑﻄﻪ ﻣﻌﻨﺎﺩﺍﺭﻱ ﻧﺸﺎﻥ 
ﺩﺍﺩ.
ﺑﺤﺚ ﻭ ﻧﺘﻴﺠﻪ ﮔﻴﺮﻱ
ﻋﺪﺍﻟﺖ  ﺑﻪ  ﻋﻨﻮﺍﻥ ﻳﻚ  ﻧﻴﺎﺯ  ﺍﺳﺎﺳﻲ  ﺑﺮﺍﻱ  ﺯﻧﺪﮔﻲ ﺟﻤﻌﻲ 
ﺍﻧﺴﺎﻥ ﻫﺎ ﻫﻤﻴﺸﻪ ﺩﺭ ﻃﻮﻝ ﺗﺎﺭﻳﺦ ﻣﻄﺮﺡ ﺑﻮﺩﻩ ﺍﺳﺖ . ﺍﻣﺮﻭﺯﻩ 
ﺑﺎ ﺗﻮﺟﻪ ﺑﻪ ﻧﻘﺶ ﻓﺮﺍﮔﻴﺮ ﻭ ﻫﻤﻪ ﺟﺎﻧﺒﻪ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺩﺭ ﺯﻧﺪﮔﻲ 
ﺍﺟﺘﻤﺎﻋﻲ ﺍﻧﺴﺎﻥ ﻫﺎ ﻧﻘﺶ ﻋﺪﺍﻟﺖ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻴﺶ ﺍﺯ ﭘﻴﺶ 
ﺁﺷﻜﺎﺭ ﺗﺮ ﺷﺪﻩ ﺍﺳﺖ.]4[ ﺑﻪ ﻫﻤﻴﻦ ﺩﻟﻴﻞ ﺍﻳﻦ ﻣﻘﻮﻟﻪ ﺍﻣﺮﻭﺯﻩ 
ﻳﻜﻲ ﺍﺯ ﻣﻔﺎﻫﻴﻤﻲ ﺍﺳﺖ ﻛﻪ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﺍﻫﻤﻴﺖ ﺁﻥ ﭘﻲ ﺑﺮﺩﻩ 
ﻭ ﺗﺤﻘﻴﻖ ﺩﺭ ﺍﻳﻦ ﺯﻣﻴﻨﻪ ﺭﺍ ﺁﻏﺎﺯ ﻧﻤﻮﺩﻩ ﺍﻧﺪ.
ﻧﺘﺎﻳﺞ ﺍﻳﻦ ﭘﮋﻭﻫﺶ ﻧﻴﺰ ﺑﻴﺎﻥ ﻣﻲ ﻛﻨﺪ ﻛﻪ ﻣﻴﺰﺍﻥ ﻋﺪﺍﻟﺖ 
ﺳﺎﺯﻣﺎﻧﻲ  ﺩﺭ  ﺑﻴﻦ  ﻛﺎﺭﻛﻨﺎﻥ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﻣﻨﺘﺨﺐ  ﺷﻬﺮ 
ﺍﺻﻔﻬﺎﻥ  ﺩﺭ  ﺣﺪ ﺧﻮﺏ  ﻣﻲ ﺑﺎﺷﺪ  )ﺍﻟﺒﺘﻪ  ﺑﺎ  ﺍﺧﺘﻼﻑ  ﻛﻤﻲ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ ﺩﺍﺭﺍﻱ ﻣﻴﺎﻧﮕﻴﻦ ﺑﻴﺸﺘﺮﻱ ﻫﺴﺘﻨﺪ(. 
ﻭ ﺍﺯ ﻣﻴﺎﻥ ﺍﻧﻮﺍﻉ ﺁﻥ ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﻭﻟﺘﻲ ﻭ 
ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ ﺑﻴﺸﺘﺮ ﺍﺳﺖ. 
ﺭﺍﺑﻄﻪ ﻱ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺑﺎﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﻭﺗﻌﻬﺪ …
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ﻫﻤﭽﻨﻴﻦ  ﺩﺭ  ﻫﺮ  ﺩﻭ  ﻧﻮﻉ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﺩﻭﻟﺘﻲ  ﻭ 
ﺧﺼﻮﺻﻲ  ﻣﻴﺰﺍﻥ ﻋﺪﺍﻟﺖ  ﺗﻮﺯﻳﻌﻲ  ﺍﺯ  ﺩﻳﮕﺮ  ﺍﻧﻮﺍﻉ ﻋﺪﺍﻟﺖ 
ﺍﺯ  ﻣﻴﺰﺍﻥ  ﻛﻤﺘﺮﻱ  ﺑﺮﺧﻮﺭﺩﺍﺭ  ﺍﺳﺖ.  ﺩﺭ  ﻭﺍﻗﻊ  ﻛﺎﺭﻛﻨﺎﻥ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﻣﻮﺭﺩ ﺗﺤﻘﻴﻖ ﻣﻌﺘﻘﺪ ﺑﻮﺩﻩ ﺍﻧﺪ ﻛﻪ ﻧﺘﺎﻳﺠﻲ ﻛﻪ 
ﺍﺯ ﭘﺎﺩﺍﺵ ﻫﺎﻱ ﻧﺎﺷﻲ ﺍﺯ ﻛﺎﺭ ﻭﺟﻮﺩ ﺩﺍﺭﺩ ﺑﻪ ﺻﻮﺭﺕ ﻋﺎﺩﻻﻧﻪ ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻧﺸﺎﻥ ﻭ ﺟﻮﺩ ﻧﺪﺍﺭﺩ. ﺩﺭ ﻭﺍﻗﻊ ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ 
ﺩﻭﻟﺘﻲ ﺍﺣﺴﺎﺱ ﻋﺪﺍﻟﺖ ﺑﻴﺸﺘﺮﻱ ﺍﺯ ﺭﻓﺘﺎﺭ ﻣﺪﻳﺮﻳﺖ ﺩﺍﺷﺘﻪ ﺍﻧﺪ. 
ﻛﺎﺭﻛﻨﺎﻥ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ ﺍﺣﺴﺎﺱ ﻋﺪﺍﻟﺖ ﺑﻴﺸﺘﺮﻱ 
ﺍﺯ ﭼﮕﻮﻧﮕﻲ ﺗﻮﺯﻳﻊ ﭘﺎﺩﺍﺵ ﻫﺎ ﺩﺭ ﻣﺤﻞ ﻛﺎﺭ ﺧﻮﺩ ﺩﺍﺷﺘﻪ ﺍﻧﺪ. 
ﻭ ﺳﻴﺎﺳﺖ ﻫﺎ ﻭ ﺧﻂ ﻣﺸﻲ ﻫﺎﻱ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺧﻮﺩ ﺭﺍ ﺩﺭ ﺍﻳﻦ 
ﺧﺼﻮﺹ ﻋﺎﺩﻻﻧﻪ ﺗﺮ ﻣﻲ ﺩﺍﻧﻨﺪ.
ﺩﺭ ﻫﺮ ﺩﻭ ﻧﻮﻉ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺩﻭﻟﺘﻲ ﻭ ﺧﺼﻮﺻﻲ ﺍﺯ ﺍﺑﻌﺎﺩ 
ﺗﻌﻬﺪ، ﺗﻌﻬﺪ ﻫﻨﺠﺎﺭﻱ ﺩﺍﺭﺍﻱ ﻛﻤﺘﺮﻳﻦ ﻧﻤﺮﻩ ﻣﻲ ﺑﺎﺷﺪ. ﻭﻟﻴﻜﻦ 
ﻛﺎﺭﻛﻨﺎﻥ ﻫﺮ ﺩﻭ  ﻧﻮﻉ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ  ﺩﺍﺭﺍﻱ  ﺗﻌﻬﺪ ﻋﺎﻃﻔﻲ  ﺑﺎﻻ 
ﺑﻮﺩﻩ ﺍﻧﺪ ﻭ ﺩﺭ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ  ﺍﻳﻦ  ﻧﻤﺮﻩ  ﺑﺴﻴﺎﺭ 
ﻋﺎﻟﻲ ﺑﻮﺩﻩ ﺍﺳﺖ )8/3 ﺍﺯ 5(. ﺩﺭ ﺍﻛﺜﺮ ﺗﺤﻘﻴﻘﺎﺕ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ 
ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺳﻪ ﺑﻌﺪ ﻋﺎﻃﻔﻲ، ﻣﺴﺘﻤﺮ ﻭﻫﻨﺠﺎﺭﻱ ﻣﻮﺭﺩ 
ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ ﮔﺮﻓﺖ ﻛﻪ ﺍﺯ ﺍﻳﻦ ﻧﻈﺮ ﺑﺎ ﺗﺤﻘﻴﻖ ﺣﺎﺿﺮ ﻣﺸﺎﺑﻪ 
ﻫﺴﺘﻨﺪ.
ﺩﺭ  ﻭﺍﻗﻊ  ﻛﺎﺭﻛﻨﺎﻥ  ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ  ﺧﺼﻮﺻﻲ  ﺍﺯ  ﻧﻈﺮ 
ﻋﺎﻃﻔﻲ ﭘﻴﻮﻧﺪﻱ ﻗﻮﻱ ﺑﺎ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺩﺍﺷﺘﻪ ﻭ ﺗﻤﺎﻳﻞ ﺑﻪ ﺩﺭﮔﻴﺮ 
ﺷﺪﻥ ﺩﺭ ﻓﻌﺎﻟﻴﺖ ﻫﺎﻱ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻭ ﺗﻌﻴﻴﻦ ﻫﻮﻳﺖ ﺧﻮﺩ ﺑﺎ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ  ﻣﺤﻞ  ﺩﺭ  ﺁﻧﻬﺎ  ﺑﺴﻴﺎﺭ  ﺑﺎﻻﺳﺖ.  ﻭ  ﻛﺎﺭﻛﻨﺎﻥ  ﺩﺭ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﻭﻟﺘﻲ ﻭﻓﺎ ﺩﺍﺭﻱ ﺑﺎﻻ ﺗﺮﻱ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﺩﺍﺷﺘﻪ 
ﻭ ﺿﺮﻭﺭﺕ ﺑﻴﺸﺘﺮﻱ ﺑﺮﺍﻱ ﺍﺩﺍﻣﻪ ﻛﺎﺭ ﻭ ﻣﺎﻧﺪﻥ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ 
ﺍﺣﺴﺎﺱ ﻣﻲ ﻛﻨﻨﺪ . ﺩﺭ ﻧﺘﺎﻳﺞ ﺑﻪ ﺩﺳﺖ ﺁﻣﺪﻩ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ 
ﺑﺎ ﺗﻌﻬﺪ ﻫﻨﺠﺎﺭﻱ ﻭ ﺗﻌﻬﺪ ﻋﺎﻃﻔﻲ ﺭﺍﺑﻄﻪ ﺩﺍﺷﺘﻪ ﻭ ﻟﻴﻜﻦ ﺑﺎ 
ﺗﻌﻬﺪ  ﻣﺴﺘﻤﺮ  ﺭﺍﺑﻄﻪ ﺍﻱ  ﻧﺪﺍﺷﺘﻪ  ﺍﺳﺖ  .ﺩﺭ  ﻭﺍﻗﻊ  ﺩﺭ  ﺗﻌﻬﺪ 
ﻣﺴﺘﻤﺮ ﺍﺭﺯﺵ ﻧﻬﺎﺩﻥ ﺑﻪ ﺳﺎﺯﻣﺎﻥ ﺍﺳﺖ ﻛﻪ ﻣﻨﺠﺮ ﺑﻪ ﺍﻓﺰﺍﻳﺶ 
ﺗﻌﻬﺪ  ﻛﺎﺭﻛﻨﺎﻥ ﻣﻲ ﺷﻮﺩ  .  ﺍﻳﻦ  ﺗﻌﺮﻳﻒ ﺧﻮﺩ ﺣﺎﻛﻲ  ﺍﺯ  ﺁﻥ 
ﺍﺳﺖ ﻛﻪ ﺍﺭﺗﺒﺎﻁ ﺁﻥ ﺑﺎ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﻛﻢ ﺭﻧﮓ ﺗﺮ ﺍﺳﺖ، 
ﮔﺮ ﭼﻪ ﺑﺴﻴﺎﺭﻱ ﺍﺯ ﺗﺤﻘﻴﻘﺎﺕ ﻣﺸﺎﺑﻪ ﺑﺮﺧﻼﻑ ﺗﺤﻘﻴﻖ ﺣﺎﺿﺮ 
ﺗﻌﻬﺪ ﻣﺴﺘﻤﺮ ﺭﺍ ﺑﺎ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺍﺭﺍﻱ ﺭﺍﺑﻄﻪ ﺩﺍﻧﺴﺘﻪ ﺍﻧﺪ. 
]22،12،71،61[ ﺍﺯ ﺍﻧﻮﺍﻉ ﻋﺪﺍﻟﺖ ﻓﻘﻂ ﻋﺪﺍﻟﺖ ﺭﻭﻳﻪ ﺍﻱ ﺑﺎ 
ﺗﻌﻬﺪ ﺳﺎﺯﻣﺎﻧﻲ ﺭﺍﺑﻄﻪ ﺍﻱ ﻧﺸﺎﻥ ﻧﺪﺍﺩﻩ ﺍﺳﺖ. ﻭ ﻋﺪﺍﻟﺖ ﺗﻮﺯﻳﻌﻲ 
ﻭ ﺗﻌﺎﻣﻠﻲ ﺑﺎ ﺍﻳﻦ ﻣﺆﻟﻔﻪ ﺩﺍﺭﺍﻱ ﺭﺍﺑﻄﻪ ﺑﻮﺩﻩ ﺍﺳﺖ. ﺍﻳﻦ ﻣﺴﺄﻟﻪ 
ﻣﺆﻳﺪ ﻧﻘﺶ ﺣﺴﺎﺱ ﺍﻓﺰﺍﻳﺶ ﻋﺪﺍﻟﺖ ﺩﺭ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺍﺳﺖ. ﺩﺭ 
ﺍﻛﺜﺮ ﺗﺤﻘﻴﻘﺎﺕ ﻣﻮﺭﺩ ﻣﻄﺎﻟﻌﻪ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ ﺩﺭ ﺳﻪ ﺑﻌﺪ 
ﺭﻭﻳﻪ ﺍﻱ، ﺗﻮﺯﻳﻌﻲ ﻭ ﺗﻌﺎﻣﻠﻲ ﻣﻮﺭﺩ ﺑﺮﺭﺳﻲ ﻗﺮﺍﺭ ﮔﺮﻓﺖ ﻛﻪ ﺍﺯ 
ﺍﻳﻦ ﻧﻈﺮ ﺑﺎ ﺗﺤﻘﻴﻖ ﺣﺎﺿﺮ ﻣﺸﺎﺑﻪ ﺍﺳﺖ.
ﺭﺿﺎﻳﺖ ﺷﻐﻠﻲ ﺩﺭ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺧﺼﻮﺻﻲ ﺑﻴﺸﺘﺮ ﺍﺯ 
ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﻫﺎﻱ ﺩﻭﻟﺘﻲ ﺍﺳﺖ ﮔﺮ ﭼﻪ ﺍﻳﻦ ﺍﺧﺘﻼﻓﺎﺕ ﺑﺴﻴﺎﺭ 
ﻧﺎﭼﻴﺰ ﺍﺳﺖ ﻭ ﻣﻲ ﺗﻮﺍﻥ ﭼﻨﻴﻦ ﺍﺳﺘﻨﺒﺎﻁ ﻛﺮﺩ ﻛﻪ ﺭﺿﺎﻳﺖ ﺩﺭ 
ﻫﺮ ﺩﻭ ﻧﻮﻉ ﺑﻴﻤﺎﺭﺳﺘﺎﻥ ﺩﻭﻟﺘﻲ ﻭ ﺧﺼﻮﺻﻲ ﺩﺭ ﺣﺪ ﻣﺘﻮﺳﻂ 
ﻣﻲ ﺑﺎﺷﺪ.
ﺍﺯ ﻃﺮﻓﻲ ﺑﻴﻦ ﻋﺪﺍﻟﺖ ﺗﻌﺎﻣﻠﻲ ﻭ ﻣﻴﺰﺍﻥ ﻣﺰﺍﻳﺎ ﻭ ﭘﺎﺩﺍﺵ 
ﺭﺍﺑﻄﻪ  ﻣﺸﺎﻫﺪﻩ  ﺷﺪ.  ﻫﻤﺎﻥ  ﻃﻮﺭ  ﻛﻪ  ﺩﺭ  ﺗﻌﺮﻳﻒ  ﻋﺪﺍﻟﺖ 
ﺗﻌﺎﻣﻠﻲ ﺫﻛﺮ ﺷﺪ ﺷﺎﻣﻞ ﺭﻭﺷﻲ ﺍﺳﺖ ﻛﻪ ﻋﺪﺍﻟﺖ ﺳﺎﺯﻣﺎﻧﻲ 
ﺗﻮﺳﻂ ﺳﺮﭘﺮﺳﺘﺎﻥ ﺑﻪ ﺯﻳﺮﺩﺳﺘﺎﻥ ﻣﻨﺘﻘﻞ ﻣﻲ ﺷﻮﺩ ﻭ ﺍﺯ ﻃﺮﻓﻲ 
ﺍﺯ ﺁﻧﺠﺎﻳﻲ ﻛﻪ ﺍﺯ ﺩﻳﺪ ﻛﺎﺭﻛﻨﺎﻥ ﻣﻴﺰﺍﻥ ﻣﺰﺍﻳﺎ ﻭ ﭘﺎﺩﺍﺵ ﺩﺭﻳﺎﻓﺘﻲ 
ﺁﻧﻬﺎ ﺩﺭ ﺍﺭﺗﺒﺎﻁ ﺑﺎ ﻣﺪﻳﺮ ﻣﻲ ﺑﺎﺷﺪ ﻣﻲ ﺗﻮﺍﻥ ﻋﻠﺖ ﺍﻳﻦ ﺍﺭﺗﺒﺎﻁ 
ﺭﺍ ﺩﺭﻳﺎﻓﺖ.
ﺩﺭ ﻧﻬﺎﻳﺖ ﺍﻣﺮﻭﺯﻩ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﻛﺎﺭﻛﻨﺎﻥ ﺍﺛﺮ ﺑﺨﺶ ﻭ ﻛﺎﺭ 
ﺁﻣﺪ ﻧﻴﺎﺯ ﺩﺍﺭﻧﺪ ﺗﺎ ﺑﺘﻮﺍﻧﻨﺪ ﺑﻪ ﺍﻫﺪﺍﻑ ﺧﻮﺩ ﺩﺭ ﺟﻬﺖ ﺭﺷﺪ ﻭ 
ﺗﻮﺳﻌﻪ ﻫﻤﻪ ﺟﺎﻧﺒﻪ ﺩﺳﺖ ﻳﺎﺑﻨﺪ ﻭ ﺑﻪ ﻃﻮﺭ ﻛﻠﻲ ﻛﺎﺭﺍﻳﻲ ﻭ ﺍﺛﺮ 
ﺑﺨﺸﻲ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻪ ﻛﺎﺭﺍﻳﻲ ﻭ ﺍﺛﺮ ﺑﺨﺸﻲ ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ 
ﻭ ﺑﻪ ﻭﻳﮋﻩ ﻣﺪﻳﺮﺍﻥ ﺩﺭ ﺁﻥ ﺳﺎﺯﻣﺎﻥ ﺑﺴﺘﮕﻲ ﺩﺍﺭﺩ. ﺍﺯ ﺍﻳﻦ ﺭﻭ 
ﺣﺮﻛﺖ ﺑﻪ ﺳﻤﺖ ﺍﻓﺰﺍﻳﺶ ﻋﺪﺍﻟﺖ، ﺗﻌﻬﺪ ﻭ ﺭﺿﺎﻳﺖ ﺩﺭ ﺑﻴﻦ 
ﻧﻴﺮﻭﻱ ﺍﻧﺴﺎﻧﻲ ﺍﺯ ﻭﻇﺎﻳﻒ ﺍﺻﻠﻲ ﺳﺎﺯﻣﺎﻥ ﻫﺎ ﺑﻮﺩﻩ ﻭ ﺿﺮﻭﺭﻱ 
ﻣﻲ ﺑﺎﺷﺪ.
ﻣﺮﻳﻢ ﻳﻌﻘﻮﺑﻲ ﻭ ﻫﻤﻜﺎﺭﺍﻥ
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Organizational Justice, Job Satisfaction and
Organizational Commitment in the Hospital Staffs;
Medical University of Isfahan (MUI)
Yaghoubi M.1 / Saghaian Nejad S.2 / Gorji H.A.3 / Norozi M.4 / Rezaie F.5
Abstract 
Introduction: Implementing justice is a basic and nature need for human being. That always pro-
vided affordable back point for human development. Justice theories has developed parallel human 
Societies; and moved from philosophy theories and religions to experimental researches. Organi-
zational Justice is a predictor for many variables in organization; Including organizational com-
mitment, its dimension, and Job satisfaction. This study was aimed to review the relation between 
organizational Justice, Job satisfaction, and organizational commitment in the hospital staffs of 
MUI.
Methods: This is a descriptive, relationship study; the research sample is staffs of selected hospital 
in MUI. Data are collected through a questionnaire; and analyzed using SPSS soft ware.
Results: The mean and standard deviation of organizational justice score were (3/45+1/1), or-
ganizational commitment (3/05+1) and job satisfaction (303+0/7).There was a statistical relation 
between organizational justice and organization commitment; and between organizational justice 
and job satisfaction.
Conclusion: Justice is a basic need for human being. Today’s importance of justice in organizations 
and social life is evident. So the organizations must be start research about this concept. 
Keywords: Organizational Justice, Job Satisfaction, Organization Commitment
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